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Abstract 
The election of a new Rector has been something of a formality in universities, where the position has been ‘first among equals’, 
elected among senior academics for a fixed term with relatively little real authority. The best and most progressive of universities 
aspiring to be 'third generation' (3GU) require a new approach to leadership, combining academic recognition with business 
acumen in an increasingly difficult economic climate. As the first and as yet only private-public not-for-profit university in the 
Republic of Macedonia, the South East European University (SEEU) embarked on a new procedure for appointing a Rector, 
based on international competition with highly developed job description, presentation of development plans (based on its 
stragegic planning and risk management approach) to meetings of its Senate and Board, and a rigorous and fair process of 
election. The paper describes how the procedure was developed and implemented, and how the Rector's new vision of 'SEEU 2.0' 
will transform the University into a 3GU. 
© 2011 Published by Elsevier Ltd. 
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1. Introduction 
Universities  which  aspire  to  be  members  of  the  ‘third  generation’  need  a  new  brand  of  leadership,  which  
combines the CEO for a dynamic and entrepreneurial institution fit for the 21st century with a senior academic who 
can give intellectual credibility to the institution as a ‘real’ university as we have known them since medieval times. 
In the view of two recent authors (O’Meara and Petzall, 2007) ‘Education has become a commodity, and 
educational institutions have been corporatized. The higher education sector is now a highly competitive market 
with domestic and global institutions in direct competition… The already difficult role of vice-chancellor [rector in 
European terminology] had [by the 1990s] become even more demanding. Vice-chancellors were now required to be 
not only chief academics and administrators, but strategists and fund-raisers, with acutely developed political 
‘savvy’ and diplomatic skills. ‘Given the apparent importance of the post for the intellectual, strategic and financial 
health of the entire institution, there has been relatively little in the literature on higher education to discuss how 
vice-chancellors and rectors are recruited, what are the criteria for selection, and what procedures are in place to 
ensure the most appropriate candidates are selected.  Of course, in some countries the legislation on higher 
education applying mainly but not exclusively to the public or state universities, has prescribed an internal election 
procedure, so that rectors have been drawn entirely from people whose backgrounds have been as academics, 
usually having filled some other elected positions such as dean or pro-rector and sometimes having had some 
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business experience outside academia. Defenders of this system point to the less than satisfactory experiences of 
appointing as rector, vice-chancellor or president persons who were not career academics (e.g. Oxford, Harvard) and 
noting that the business community is not always perfect (Enron, Lehmann, Barings, etc). 
2.2 Appointment of Rector at SEEU 
So we have our vision: now we needed to take it forward. The founding Rector of the University retired in 2010 
after 10 years in post, first as Director of the Foundation which created the University in 2000/2001 and since 2001 
as Rector. The University Board, which is unique in the country, based on the Anglo-American system of a board of 
governors or trustees, has nine members, three international, three local but not university staff, and three nominated 
by  the  Senate.  The  President  of  the  Student  Union  attends,  and  after  the  election  of  the  new  Rector,  the  former  
Rector has been co-opted as an additional academic member.  Following the University’s new human resources 
practices, we developed a detailed job description for the new Rector, which is included in this paper at Appendix A. 
We also devised a procedure for appointment, designed to eliminate any extraneous political or other interference 
with the process. This is included at Appendix B.  
The result was that we appointed a relatively young Rector with a vision of ‘SEEU 2.0’ to lead the University 
forward as a third generation institution. (Farrington, 2010). What does this mean? We shall be competitive; winners 
2. Different organizational models 
Everyone is familiar with the various organizational theory models which have been used to analyze higher 
education governance and management (bureaucracy, collegium, political infighting over resources, organized 
anarchy, etc) and there is an undoubted growth in the administrative hierarchy which parallels the academic 
structure of universities. The concept of ‘super complexity’ has been developed to explain the highly complicated 
system in which we now work. (Barnett, 2000). As managerialism and corporatization have increased, 
administrative functions have increased in both power and authority, often to relieve deans and other academic 
officers of such responsibilities. Such areas include finance, quality assurance, and human resources, among others.  
As in the South East European University, the only private-public university recognized by law in the Republic of 
Macedonia, the relative freedom of the non-state sector to innovate in organizational forms has meant that we can 
concentrate our efforts on providing the best, most cost-effective quality assurance system coupled with a budget 
allocation process which is based on key performance indicators, accompanied by risk assessment. Change is 
becoming continuous, but this is nothing particularly new, or confined to higher education. What we seek to identify 
here is how the process of change, innovation, cost-effectiveness and quality can best be managed, and who should 
do this 
2.1 SEEU Strategic Plan  
As we say in our Strategic Plan for 2009-12, ‘SEE University has succeeded in its mission of contributing high 
quality teaching and research to the higher education system of the Republic of Macedonia, and in improving access 
from under-represented groups. In European terms it has grown to the status of a medium-sized university 
specializing in socio-economic sciences, with a well-equipped, modern infrastructure. It has made significant 
contributions to the economic development of the region, and through its high rate of employability, demonstrated 
its fitness for purpose and attractiveness to students. In the period 2009-12 SEEU plans to consolidate its strengths, 
expand its offerings at second and third cycle, especially in the English language, and develop its staffing profile to 
meet its objectives. As the first and only public-private not-for-profit university in the country, it will seek to 
diversify its income from both public and private sources, and continue to develop closer collaboration with other 
institutions in the country, in Europe and worldwide. Using modern techniques of performance and risk 
management, it will monitor and adapt its profile to demographic and other changes in the region, and maintain 
long-term financial sustainability. In all respects it will justify the original investment by the international 
community. 
in  such  competition  will  be  universities  that  establish  themselves  as  the  centre  of  an  effective  ‘know-how’  hub,  
which is a dynamic scientific environment that incorporates all kinds of research, education and know-how 
commercialization, in which the university collaborates with established technology-based firms as well as start-ups. 
SEEU accepts that in following the path to the 3GU model we cannot in general escape from the ‘massification’ of 
higher education, indeed it is the first track of our core mission to improve access from under-represented groups, 
but our second track is to create the best facilities for the best and brightest students and academics. Our new Rector 
has embarked on reconfiguring our university academic offers and human resources to deliver this model. 
The South East European University has adopted a strategic plan to reconfigure itself as a third generation 
university. As part of this strategy we have reformulated the position of Rector as both academic leader and CEO, 
developed a process for appointment which means we have found the right person for the job. 
3.    Conclusion 
Dennis Farrington and Diturije Ismaili / Procedia Social and Behavioral Sciences 15 (2011) 2083–2087 2085
References 
To provide strategic direction and overall leadership and management in all areas of the University and to present 
and represent the institution and its vision internally and externally 
To defend the mission and goals of the University and to ensure that these are integrated into the Strategic Plan, 
University policies and other procedures and guidelines and to lead on their regular review and revision 
To complete, authorize and present key strategic plans and policies for approval by the University Board and/or 
other bodies as required 
To lead on quality assurance and management across the University in order to ensure that the quality structure, 
related policies, procedures and initiatives contribute positively to improvement and the development of a total 
quality culture 
To request and utilize key data, reviews and evaluations in order to shape future plans, acknowledge 
achievements and make improvements 
To provide written and oral reports to the University Board and other institutional bodies and external public and 
government institutions, donors and stakeholders in order to minimize risk and secure the effective function of the 
University and its financial sustainability 
To chair the Senate, Rector’s Council, Quality Assurance and Management Commission and other commissions 
and committees as required 
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APPENDIX A  
Job Description of the RECTOR  
Main Duties and Responsibilities 
To ensure that the planning, implementation, monitoring and audit of the university finances provides good value 
and conforms to the highest standards and that risk assessment and  management processes are effectively utilized in 
order to minimize identified issues 
To represent the reputation and interests of the university externally and internationally by forging effective 
partnerships with other higher education institutions and academic, government and non-government organizations 
To confer degrees and other honours on behalf of the University 
To act as the Director of the SEEU Foundation in Tetovo in order to maximise external income and supplement 
other University funding 
To direct and monitor fund raising activities on a national and international level 
To provide sound judgement, advice and decisions on a range of complex and challenging issues and to act as a 
final appeal for specific University procedures 
To ensure compliance with legal provisions and the University’s statute, policies, procedures and guidelines and 
to develop these in order to maintain equality of opportunity and enhance the quality and reputation of the institution 
To ensure that both academic and administrative employees of the University function as a learning community 
which is transparent, respectful and supportive, that  recruitment, performance, training and promotion are managed 
professionally and all staff are motivated and committed to providing the highest quality work and service 
To participate in the University’s Self-Assessment processes and to take part in relevant training, including 
sharing good practice and expertise 
To carry out duties and responsibilities in a legal, safe and secure manner 
To undertake duties in line with all University statutes, policies, procedures and guidelines and to follow the 
University’s mission of excellence and equity 
To carry out other duties in line with the rank of the post as may be reasonably required 
2086  Dennis Farrington and Diturije Ismaili / Procedia Social and Behavioral Sciences 15 (2011) 2083–2087
Skills and Abilities 
 Effective communication (oral and written) in the three languages used at the University (Albanian, 
Macedonian, English) and contribution to the implementation of the Language Policy; international staff in English  
 Ability to lead, manage and motivate staff successfully  
 Ability to communicate enthusiasm and to inspire people with vision and commitment 
 High level written, oral and listening skills 
 Ability to produce and deliver high quality presentations 
 Ability to analyse and use complex information and data effectively 
 Ability to negotiate, solve problems and decide on complex and challenging issues and situations with 
sound judgment, transparency and professional objectivity 
 Excellent attendance and punctuality and effective use of working time 
 Excellent organizational and time management skills 
 Ability to delegate effectively 
 Ability to self-motivate, use initiative and creative thinking and work flexibly 
 Ability to work well under pressure and to meet deadlines  
 Ability to use information technology and University computer systems to fulfil the requirements of the 
role  
 Ability and willingness to lead and undertake relevant training 
 Ability to work positively and supportively with all stakeholders 
 Commitment and loyalty to the University and its mission as the highest priority 
 Ability and willingness to travel as required by the role 
APPENDIX B  
Procedure for appoÕntment of the Rector at SEEU   
Statute Articles  
1. The University Board appoints the Rector by open competition. 
2.  At  a  date  to  be  determined  by  the  President  of  the  Board  after  1  January  2010,  the  vacancy  is  advertised  
internally, on the University’s website, and internationally in the higher education press. 
3. The criteria for appointment as Rector remain as determined by the University Board i.e. holding the academic 
title of full professor in the Republic of Macedonia or the equivalent foreign title, good command of three working 
languages, Albanian, Macedonian and English, relevant academic and managerial experience. 
4. A form of application will be prescribed and be downloadable from the University website. All applications from 
persons external to the University will require two letters of recommendation in the English language including one 
from the current or most recent employer. 
5. Members of the Board wishing to apply for the position of Rector are required to vacate their membership 
temporarily until the conclusion of the competition. 
6. All applications in the prescribed format written in the English language shall be sent in electronic form in 
confidence to the Secretary-General by a date set in the advertisement, no less than four weeks after publication.  
7. The Secretary-General will ensure that all applications are handled in strict confidence. 
8. Following the closing date, all applications in the prescribed format in the English language will be sent by the 
Secretary-General to the President of the Board. 
9. All applications will be scrutinised by the President of the Board. The scrutiny is only to ensure compliance with 
the criteria established by the Board. Persons whose applications do not pass the scrutiny will be eliminated from the 
competition and informed. 
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10. All applications passing the scrutiny in (9) will be sent to the Senate, which will be invited to comment on the 
academic standing of the candidates, and propose up to five candidates, but not rank them. Members of the Senate 
who remain in the competition are disqualified from participating in this process. 
11. The Executive Committee of the Board will consider the list of proposals from the Senate, and any remaining 
candidates whose applications passed the scrutiny in (9), prepare a shortlist of up to five candidates for interview by 
the Board and inform all remaining candidates, the Board and the Senate. Reasons for the decision will be given to 
candidates not included in the shortlist. 
12. Any member of the Board having any family connection or other personal or financial interest in any remaining 
candidate shall declare this in writing to the Secretary-General and may be required to withdraw from the procedure, 
at the discretion of the President of the Board. 
13. Shortlisted candidates will be required to make a presentation to the Board of their candidature and concept for 
the future of SEEU for not more than 30 minutes and answer questions for not more than 20 minutes; questions may 
be asked and answered in any of the three working languages, with translation.  
14. The President of the Student Union shall be invited to attend the presentations and give his/her opinion thereon, 
but may not participate in further discussion or voting. 
15. The Board will decide on a ranked list of candidates by secret vote, but no candidate may be in the ranked list 
unless he/she secures at least one vote from the international members and at least one vote from the national 
members, voting papers to be colour-coded as appropriate. 
16. The Secretary-General shall count the votes under the scrutiny of the University’s External Auditor and inform 
the President of the Board, who will inform the Board, except that if no candidate receives a valid majority vote or 
there is a tie in valid voting, the President of the Board shall have a casting vote and inform the Board of the overall 
result without disclosing the voting figures. 
17. The conclusions of the voting shall not be disclosed to non-members of the Board. 
18. The name of the successful candidate will be announced only by the Secretary-General on the authority of the 
President of the Board simultaneously by electronic mail to all staff, on the University website and in a Press 
Release. 
19. Any attempt to bribe or otherwise influence corruptly any member of the Board, the Senate or any official of the 
University on behalf of any candidate will disqualify that candidate. 
20.  Canvassing of any member of the Board, the Senate or any official of the University by or on behalf of any 
political party, with the knowledge of a candidate, will disqualify that candidate. 
21. In any question, complaint or comment in relation to this procedure, the decision of the President of the Board 
will be final. 
